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Abstract 
The education is a process during which a person acquires and develops new knowledge, skills, abilities and attitudes. 
Therefore an educational unit shall be capable to adapt itself to the labour market conditions promptly. The present article 
calls attention to the importance of the economical education not only of the students and graduates of high technical schools 
that are expected to function as quality specialists in practice, but also to the significance of an enterprise education. The 
educational preparation of the technical schools students and graduates shall flexibly respond to the current necessities of 
practice. As the education is a permanent process, it is necessary to transfer it into the enterprise education system, as the key 
factor in increasing labour productivity. 
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1. Introduction 
      In our modern times full of technologies, it is necessary to assure the flexibility of an enterprise, in order to 
keep pace with the general development. The new technologies are just those issues that are very closely 
connected not only with the education and training of the employees but also with the training of the high schools 
first-rate graduates. The more new technologies and well trained and competent workers capable to use them are 
to the disposal of an enterprise, the better is its position on a market. Currently, any competition advantage of an 
enterprise is highly appreciated. Therefore, the companies strive for making use of various means and ways to 
gain such advantages. One of the fundamental requirements of the entrepreneurial entities is the flexibility 
enabling them to respond promptly to the market requirements. The new requirements imply the necessity to 
adopt new approaches in order to be well competitive in the global environment. Under such a situation, when 
the entrepreneurial environment is changing continually, the managers are forced to take decisions within the real 
time, based on the true and complete information. The quick change in conditions even in the near environment 
of a company puts an enormous emphasis also on the work of technical specialists. The decisions of the 
enterprise specialists shall be not only prompt but also effective. Of course, the technician needs also the 
adequate, accurate and early economic information. Slovakia, upon its entry in the European Union cannot stop 
its development at halfway point. It is inevitable that also the participants in the educational and business 
processes are well aware of the above mentioned matters of fact, and improve their activities constantly. In this 
manner a quality graduate - specialist will be well prepared for practice and capable to continue in increasing his 
knowledge (Larson, R .,2000). 
     The business process is a complex process of interdisciplinary and dynamic character, in which various 
economic, political, technical, sociological, legal and many other aspects shall be taken into account, as they may 
bring rather high risks. In order to reduce the risk in the management field, it is desirable to focus the educational 
preparation of the future technician at high school for the acquirement of adequate economic knowledge and for 
its appropriate transfer from high schools and universities into the practice. The entrepreneurial unit disposing 
with quality labour force will be then able to develop their activities more successfully and to sustain its position 
on the market.  
 
2. Education of employees for the purpose of enhancing the enterprise competitiveness 
      
The enterprise education is the process performed and controlled by the enterprise itself. It consists of the 
external or internal education. The intra-plant education is organized by the enterprise in its own educational 
facility or just at the workplace. The education out of the enterprise, i.e. external education is performed upon an 
order, mostly in the specialized education centre, or in a school (Amstrong M. 2001).   
In this case, the enterprise education is the systematic process concerning the changes in the labour 
behaviour, in the knowledge and skills levels, including the motivation of employees, decreasing the difference 
between subjective and objective qualification. Under the term subjective qualification the set of abilities, habits, 
skills and attitudes acquired during the life is understood, with the potential possibility to use them for the 
performance of the specified activity (Ormrod, J. E., 2006). In contrast to the objective qualification understood 
as the labour qualification, it means the requirement on the qualification of a workman. These requirements result 
out of the complexity, character and technicality of work. The enterprise education differentiates particularly the 
following spheres:  
x field of education,  
x field of qualification,  
x field of development   (Tokarčíková, E., 2011). 
Now, the content of an enterprise education shall be as follows:  
x   the education within the scope of an adaptation process and the preparation of employees for performing 
the 
  specified works,  
x   qualification enhancement (postgraduate courses, extension of the professional skills in the respective 
branch of  
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  the employee),  
x re-qualification (re-training, formation of the working capabilities of the employee so that he is able to 
cope 
 with the requirements of the new profession); professional rehabilitation (re-integration of persons that due 
their current health condition cannot carry out their previous jobs),  
x qualification increasing.  
       The main purpose of the enterprise educational process is the harmonization of the employees’ s 
qualification structure with the current performances requirements. Within the scope of this view, the enterprise 
education is one of the decisive strategic personnel processes: in the successful enterprises it is related with the 
processes of the human resources planning, recruiting and selection of people, with their forming and allocation 
to particular positions, evaluation and remuneration of personnel, and with their external mobility ( Standage, M., 
Duda, J. L., & Ntoumanis, N. 2005).).  
      The survey of basic information concerning the possibilities how the education may contribute to the 
specified personnel activity, and the information about the personnel activities that the enterprise education 
program may utilise are specified in the Table  1.  
 
Table  1. Mutual relation of the enterprise education and other personnel activities   
Search for the 
employees 
← Education possibility is motivated in the processes of deciding  ← 
Et
er
pr
is
e 
ed
uc
at
io
n 
→ Supply of persons for education  → 
Recruitment and 
allocation of 
manpower  
← Possibility to recruit the non fully qualified workers  ← 
→ The suitable selection may reduce the necessity of education  → 
Orientation, 
adaptation  
← Enhance the adaptation and training processes  ← 
→ A quick training- in enables the subsequent education → 
Personal 
development 
planning  
← Enables the achievement of the optimal level of qualification ← 
→ Assures the individual, targeted education  → 
Performance 
evaluation  
← Helps to achieve better job performances  ← 
→ Presupposition for specification of the educational necessities and efficiency → 
Remuneration  
← Additional education may favourable affect the salaries  ← 
→ 
The possibility of a higher earning motivates the ambitions to achieve the higher 
education  
→ 
Working conditions 
and relations 
← 
The qualified employee participates on issues and there are not so much problems 
related with him 
← 
→ 
The good working conditions initiate the interest of people in remaining in the 
enterprise and in qualification increasing  
→ 
 
 
       The personnel managers shall have an adequate survey on necessities, defaults and aims of the company. 
Nevertheless, they cannot foresee the complex world trends. Therefore, the co-operation with other specialists 
that are involved also in other spheres and human resources, and that can respond to the principal questions 
concerning the education is necessary: 
x What to educate?  
x Whom to educate?  
x Why to educate?  
x When to educate?  
       The managers themselves shall be interested in the educational process, as they could better connect the 
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theory with practice, and thus help to apply the learning subject matter at the workplace. One of the methodical 
measures that may be helpful at improving the situation also in the personal activities in the enterprise unit and 
make it more transparent is the controlling that becomes to be a consultative utility for the management. The 
controlling persons – controllers are assisting the managers when improving their inner processes and 
management systems.  
      The enterprise controlling is highly qualified consultancy measure for managers; due to the above mentioned 
aspects, these positions cannot be combined. The requirements on the people working within the controlling are 
very high (Ďurišová, M.,2012). They should have good analytical abilities. Sometimes a great mistake occurs in 
the enterprises, when the positions of controller and manager are swapped, because each of these functions 
contains its own work-related duties mutually interrelated. 
      The controller is the employee of the controlling. Thanks to his experiences and knowledge, he arranges the 
trouble-free functioning of the information flow in the enterprise. The manager and the controller should co-
operate closely. Finally, when looking at the tasks of the controlling and at its mission, we shall understand that 
not only the economically educated persons should be involved in the controlling, but also the technically 
oriented specialists that should get these knowledge already during their studies at the high school. In Slovakia, 
we may already find the enterprise units that consider the controlling as the substantiated function; nevertheless 
there is a number of enterprises that are not interested in the controlling, or they are cumulating it with the 
function of a manager, as they are not acquainted with its advantages (Kucharčíková, A. ,2014).  
      The requirements put on a controller reflect the requirements related with the work position and the scope of 
employment. The controller is a person having under his hand projects, bookkeeping, accounts, tax issues, 
enterprise bookings – it means the complete information flow. The manager should not consider the controller as 
his rival but by contraries, he should take him as a partner; however the controlling should become a way of 
thinking of all the managers. In order to be able to fulfil all the respective duties, the controller shall meet at least 
the following qualifications as specified in the Fig.1. 
      An enterprise that does not develop new systems, processes, products and services for its customers is not 
able to resist the competitive pressures. The same presupposition is valid also for people. The development of the 
employees means changing and adapting to the changed situation and to the influence of various forces. 
Therefore, in order to prevent the stagnation of the staff, also the people must adapt to the changed conditions, it 
means, their abilities and skills are to be constantly developed (Bontis N., 2001).   
 
3. Eduction of the technical students for positions of controllers 
 
    At present times, when the companies are looking for the optimum ways of the work organisation and for new 
approaches that would contribute to the more effective running of the enterprise, the usage of controllers is one 
of possible measures how to increase the enterprise management effectiveness. In order to achieve the situation, 
when controllers are able to work independently on a high quality level and to contribute by their activities to the 
proper functioning of the information flows in an enterprise, they need to be prepared for the field of their 
operation already within their study program. The well prepared graduate is a great benefit for the practice, 
where he may develop the acquired theoretical knowledge right in his position. This is a way, how the university 
education, but even the enterprise education may contribute to training up a well erudite specialist. The approach 
to the education that is based on the competencies is very useful. Especially, its high effectiveness in cases of 
analysing requirements and needs of the staff development seems to be very important  (Kucharčíková, A 
.,2008). 
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Fig. 1. Profile of controller 
 
       The education as a form of the personality development is a process of acquiring and mastering knowledge 
from various spheres of human cognition. Exactly, the enterprise education represents an important part of the 
personnel management activities. This type of education is the measure for synchronisation of the constantly 
changing exigencies on the work activities, qualification and behaviour of people in order to achieve the goals 
specified in the elaborated enterprise strategy. In addition, it is an instrument for the achieving the higher level of 
the people satisfaction when performing their activities (Ferreira, M., Cardosob, A. P., &Abrantesc, J. L 2011). 
      The system of the enterprise education is a continuous cycle based on the enterprise strategy and on the 
agreed enterprise education strategy. The essential aim of the enterprise education strategy is to provide the 
employees with a possibility of a steady enlargement and innovation of their theoretical knowledge scope and 
structure, with the possibility to acquire specific skills for the particular job position, and to create good 
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conditions for the execution of their personal development plans as far as the individual possibilities and their 
personality are concerned. The principal target of the enterprise education system is to increase the abilities of the 
staff to achieve the required goals in a more effective manner - it means their higher efficiency, resulting in a 
higher competitiveness, prosperity and fulfilment of the company’s strategy aims  (Kajanová, J., 2010). The 
enterprise education is not a short time process; on the contrary, an effective education means a long-time 
process that may be performed in the following phases:  
x identification and analyze of needs and definition of the education process targets,  
x education planning,  
x performance of the education process,  
x evaluation of the education results.  
     The analyze of the learning needs is based on gathering information about the current status of knowledge, 
abilities and skills of the people, about the performance level of individual employees, teams and the enterprise 
as a whole, followed by the comparison of findings with the required level. The analyze result shall demonstrate 
the gaps in performance level that should be eliminated, while focusing those that may be corrected by a further 
education – a suitable educational program shall be proposed. Just the above mentioned phases are decisive for 
the running of learning activities process itself and for the learning effectiveness in the future cycles of the 
enterprise staff education  (Klučka, J. ,2011).  
   
4.  Enterprise education and its evaluation  
 
      The purpose of the enterprise education process is to find competent employees for all the required job 
positions within the given company in a sufficient volume and qualification, in due time and for adequate costs. 
The first step shall be the process of personnel planning both from the quantitative and qualitative aspects. The 
target oriented selections of job applicants represent the selection and development of employees in accordance 
with the needs of a company (Vodák, J., Kucharčíková, A., 2007).   The individual care provided for all the 
employees within the framework of rights and obligations resulting out of the employment relationship and legal 
stipulations is the integral part of the process focused to contribute to the employees satisfaction. The enterprise 
education process shall contain not only the elaboration of the learning procedures and their implementation, but 
also the evaluation of tools and techniques used for motivating and satisfying the employees  (Honey, P., & 
Mumford, A .,2000).   
        The education process shall be assessed after accomplishment of the planned learning hours and practical 
part of the latest training. The evaluation of the acquired professional qualification level shall be carried out 
according to the currently valid working procedure. Every employee taking part in the training process shall be 
assessed regularly in order to keep his run of qualification acquisition under review. The evaluation shall be 
carried out in form of a personal discussion taking 60-90 minutes. The following aspects are evaluated:  
x  Level of the acquired professional knowledge on the scale 0 – 100 points of every qualification measure 
separately, including “practice on-the-job”, i.e. the practical part in the training centre.  
x  Capabilities beyond the scope of the given profession, skills within the range of 0-10 points.  
x The possibility for a future management position is also observed.  
x  Recommendation of the employee’ s future orientation.  
       The participants at the interview are the evaluated person and at least two assessors. The evaluation is carried 
out without any prejudice, observing the principles of the factual and positive dialogue. The interview is 
concluded by the mutual harmonization of results agreed by the assessors.  
The evaluated person shall receive a feed-back, as a rule immediately after the evaluation, but no later than 
within 3 working days.  
 
The acquired knowledge is evaluated as follows:  
The degrees for the evaluation of the professional knowledge:  
x 0 % -  the employee does not have any knowledge or skills in the particular theme/field, nor has 
acquired them during the training;  
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x 25 % - the employee understands the issue only on a low level, he understands only the basic concepts, 
his attitude to the topic is just the one-sided view, he does not take any decisions, and does not use a possibility to 
acquire new knowledge; 
x 50 % - the employee is capable to prove average understanding of the given issue, he has knowledge 
of the basic and superior concepts, he is able to search for alternative solutions and to propose ways of solution, 
he takes individual decisions;  
x 75 % -  the employee is proving high understanding of the issue, he has good survey about the 
concepts, he can answer even more exigent questions, he makes use of the free  time for acquainting new 
knowledge, his attitude to the technical topics and concepts is evident, the accomplished professional 
qualification means a gain for him, he is able to specify other fields, in which he could develop his qualification 
in future; 
x 100 % - the employee is identified with the issue, he mastered the concepts, procedures, strategies, he 
may serve as an ideal for his colleagues in gaining new knowledge, he is able to take individual decisions and the 
responsibility for them.  
Based on this evaluation, the summary note shall be calculated for all the qualification measures. The 
summary note is calculated by weighted-average method. Every qualification measure has its significance 
allocated according to its importance. 
If the note is in the range of:  
x 0 – 49,9 % the employee did not gain sufficient knowledge, and his further stay in  the 
qualification  program should be considered;  
x 50 – 64,99 % the employee gained the required knowledge for the given qualification stage; 
x 65 – 100 % the employee gained the knowledge required for the higher qualification stage.  
      The corrective actions shall be imposed in cases, when the employee did not explain sufficiently a part of the 
presented knowledge and the assessors agreed that a corrective action might help to increase his knowledge level. 
The checking of the corrective actions shall be carried out in the following evaluation interview.  
Should the enterprise not suppose the continuation of the employment relationship with a person for future, it 
shall not put the costly investments into the given human capital at all. Those people that gained the specific 
human capital will be more useful for the given enterprise than anywhere else. If the other circumstances do not 
change, there will be higher tendency that they remain at their current employer. The personnel turnover will 
decrease, and the long-term employment will support the growth of the productivity of the human capital specific 
for the enterprise (Tekulová, Z., Chodasová, Z. , 2012).   
 
5.  Conclusion 
 
      Any entrepreneurial unit will be prosperous only then, when it manages to gather, interconnect, put into 
motion and permanently use human, material, financial and information resources. The human resources are the 
most valuable ones, as they put into motion other resources and determine their usage. The human resources are 
the most valuable resources for an enterprise, nevertheless also the most expensive ones. They are decisive for 
the quality of products, processes and systems, and for the enterprise competitiveness as well (Chodasová, Z., 
Jacková, A.,2011). The nowadays needs of praxis are changing the style of the job live globally - they emphasise 
the importance of education, creativity, communication and co-operation. However, they are related with a 
number of problems, because they require high expenses for the research and development and they are burdened 
by risks. The analysis of the praxis showed that the larger part of the innovative projects is not complete due to 
fact that the managers and the project engineers do not use the new methods and techniques of the innovations 
management sufficiently, they are relying more on their intuition than on knowledge. Also therefore, this article 
is focused on the controllers that should help to decrease risks related with the realisation of the innovative 
changes required not only by the practice, but even already by new ways of the university education as well 
(Chodasová, Z 2008). 
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      According to the theory of the human capital, the enterprises on the work market possessing a general human 
capital that can be used at any job position or in any company, are not motivated to invest into the human capital 
in form of education, as there is a risk that the employee switches to another company taking with him his 
knowledge and skills acquired by learning and training at the preceding employer. Thus the investment into the 
general human capital becomes ineffective; nevertheless, the enterprise has a potential advantage resulting out of 
the fact that an employee of higher value of his capital brings benefits to his employer in form of higher labour 
productivity and finally, he contributes to the higher effectiveness of the enterprise. However, there is a problem 
in case of a mental work, when such a contribution is difficult to be quantified. In any case, when the employer 
wants to prevent the leaving of an educated person and to assure the return of investment related with his 
training, he shall motivate him to remain at his enterprise. The employee himself has reasons to bring into effect  
this investment for increasing his general human capital, as his competitiveness on the labour market is 
enhanced, and he may get higher salary at  
a potential employer.  
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